The current study, contextualizes in the higher education context of Pakistan, adopts a gender lens for the relationship of gender similarity with LMX (Leader Member Exchange) and OCB (Organizational Citizenship Behaviors). Also, the study attempts investigation of the moderating effects of gender similarity in the relationship of LMX with OCB. The study adopts a quantitative approach with a crosssectional survey design. Multistage proportionate stratified random sampling is employed for the sample of 1008 full-time faculty from 7 Public and 7 Private, HEC recognized universities across Rawalpindi and Islamabad. Standardized 12-item LMX-MDM and 12-item OCB scales are employed. Statistical analysis include descriptive statistics, Exploratory Factor Analysis (EFA) and moderated linear regression. The study ends in equivocal findings regarding the moderating role of gender similarity in a relationship of LMX with OCB across the sample public and private sector universities. The study also yields mixed findings regarding the relationship of gender similarity with LMX. Further the findings of the study do not support the proposition of relationship of gender similarity with OCB.
Introduction
The forces of globalization, technological revolution, harsh vicissitudes of labor market, unpredictable economic shifts etc. have altered the milieu in which organizations operate. This is particularly true in the context of academia where the thrust of capitalism is altering the nature of knowledge, learning institutions and the teaching learning processes towards commodification (Ouellet & Martin, 2018) . In consonance with this shifting reality, the impetus of institutional reforms is geared towards amplification of quality, performance and productivity (Pritchard, 1990; Mok & Lee, 2003) for achieving competitive advantage. The pursuit of this objective, however, necessitates an enactment of extra-role citizenship behaviors by the employees that transcends the formal in-role job descriptions (Bogler & Somech, 2004) . Leader member exchange (LMX) has been theorized as a viable mechanism that galvanizes the employees to participate in prosocial activities in their organizations (Hackett, Farh, Song, & Lapierre, 2003) that transcends "the call of duty" (Moorman & Blakely, 1995, p. 130) . With reference to the relationship theorized between LMX and Organizational Citizenship behavior (OCB) there exists a gap whereby the social exchange theory falls short in elucidating the "process and boundary conditions" (Avolio et al., 2009, p.429 ) through which the employees may be galvanized to perform OCB. There exists a meager understanding as to "why and when" (Waismel-Manor et al., 2010, p.168 ) citizenship behaviors are enacted as a response to high LMX.
Researchers have expressed an urge to examine the mechanisms that may elucidate the link between LMX and OCB (Hackett et al., 2003) .
The current study addresses this gap by proposing gender similarity as a 'boundary condition' that affects the relationship of LMX with OCB. The current study attempts to explore the effect of gender similarity on a relationship of LMX with OCB in the context of HE sector of Pakistan across the selected public and private universities of Rawalpindi and Islamabad. The current study is significant in the Pakistani context from two perspectives. Considering the fact that universities are grappling with resource constraints (Vigoda-Gadot, 2006) , and confronting immense pressure for outperforming in order to receive additional funding; the current study aims at elucidating the mechanism through which leaders can stimulate the subordinates to engage in prosocial tasks exceeding beyond the formal job duties for augmenting the performance of their universities. This aspect in turn would be critical in advancing leadership in our universities amidst the current educational leadership crisis (Zaman, 2014) The current study adopts a gender focus owing to the fact that in the recent years there has been an accentuation on the significance of incorporating gender focus in the research study designs across the disciplines specifically management as it may have implications in the organizational settings (Tannenbaum et al., 2016) . This is specifically critical in the context of research in Pakistan where the studies had primarily adopted a gender neutral approach (Asad & Allana, 2015) . The other premise for adopting a gender focus was to empirically validate the theoretical assertions that Gender may be a pertinent demographic variable that has a propensity to render influence on social processes in the organizational contexts (Wayne et al., 1994) such as its proclivity to render effect on the quality of supervisor and subordinate "dyadic relationship" (Tsui, Porter, & Egan, 2002) and its subsequent effect on LMX-OCB relationship (Wang et al., 2017; Lo et al. 2006) . Considering the fact that culture renders a profound impact on the expectations pertaining to the gender roles in a society (Hofstede, 2011) which subsequently transpires in the occupational context (Diamond, 2002) ; it is logical to assume that the findings of organizational studies on gendered relations and it outcomes would vary across cultures. This aspect also served as an impetus for the current study in examining the gendered relations and its effects on social processes like LMX and OCB in the Pakistani organizational context. Further considering the fact that Pakistan is located in the patriarchal belt and is essentially a high power distance society where a distance exists between the seniors and subordinates in the organizational contexts (Islam, 2004) ; it would be interesting to probe the impact of gender similarity in the supervisor and subordinates' dyadic association and its subsequent outcomes.
Literature Review
Organizational Citizenship Behaviors are described as "individual behavior that is discretionary, not explicitly recognized by the formal reward system, and that in the aggregate promotes the effective functioning of the organization" (Organ, 1988, p.4) including the educational institutes (Oplatka, 2009 ) by supporting the "the broader organizational, social, and psychological context of the organization within which the technical core functions" (Borman & Motowildo, 1993, p. 95) . OCBs have been attributed to the effectiveness of an organizations (Ehrhart, Bliese, & Thomas, 2006) through effective resource efficiencies (Oplatka, 2009) and knowledge management (Evans & Davis, 2005) . OCBs have also been linked with enhanced interpersonal productivity (Karadal & Saygin, 2013 ) that fosters an attractive working milieu (Podsakoff et al., 2000) where employees are well retained (Podsakoff & MacKenzie, 1997) . Further as employees perform OCBs out of their good will for concern for the organization, they foster an environment of professional excellence. This voluntarism eliminates the need for deploying additional human resource for routine monitoring activities which could be assigned other important tasks. (Sesen & Basim, 2012) . Studies indicate that employees exhibiting OCBs also result in improved personal outcomes such as positive performance appraisals and consequently higher compensations (e.g. Organ et al., 2006) .
OCB has been rigorously studied in connection with Dyadic LMX which is characterized as the "quality of exchange relationship between a leader and a subordinate" (Martin et al., 2010) in a dyad. The relationship is not unidirectional but reciprocal in essence. A leader may forge differential relationships with each of the subordinate in different dyads. The high and low quality LMX may be perceived as bipolar extremities in a spectrum of LMX exchange quality (Graen & Uhl-Bien, 1995) . Subordinates in the high quality LMX with their supervisor constitute the in-groups (Northouse, 2018) . Members of the in-groups are treated by their supervisors as 'trusted confidants'. These members are most likely to receive from their leader sponsorship in social networks (Sparrowe & Liden, 2005) , mentorship, empowerment (Chen et al., 2007) and support in career advancement (Day, 2014) , task performance (Bauer & Erdogan, 2015) and loyalty in reciprocation for higher levels of subordinate organizational citizenship behaviors. High-quality social exchanges are especially advantageous for members, as followers in these relationships have been shown to advance more quickly through the organization (Day, 2014) and wield higher levels of power (Sparrowe & Liden, 2005) . However in low quality exchange relationships, there exists mistrust, lack of commitment and support between the leader and the subordinates. The interactions with the leader tend to be formal amidst high power distance (Harris, Kacmar & Witt, 2005) and the relationship is relegated to mere economic exchanges which are transactional in essence (Bauer & Erdogan, 2015) .
It was theorized that the high quality LMX invokes higher occurrences of subordinates OCBs (Hackett, Farh, Song, & Lapierre, 2003) . It is theorized that as high quality LMX is forged with the subordinates which entails trust, latitude and provision of tangible and intangible benefits; the subordinates reciprocate by performing OCBs to meet or surpass their supervisor's expectations (Wayne et al., 2002) . The postulation was later validated by the empirical studies (Ilies et al., 2007; Masterson, et al., 2000) which attests to an affirmative relationship of the quality of LMX and the frequency of engagement in OCB (e.g. Ilies, Nahrgang & Morgeson, 2007) .
In the same vein it is theorized that LMX strongly predicts citizenship behaviors that are directed towards the individual (OCBI) as compared to citizenship behaviors that are directed towards the organization (OCBO) (Ilies et al., 2007) . Walumbwa and colleagues (2011) assert that the relationship of LMX with OCB is manifested through two steps of processes. The social interactions between the supervisor and subordinates evokes "reciprocal interdependency" (Cropanzano & Mitchell, 2005) between both parties in a dyad. Over a period of time as trust and mutual commitment builds this results in elicitation of organizational citizenship behaviors. In the second process the leaders in high quality LMX augment the self-efficacy of the subordinates which in turn prompt OCBs.
The current study is grounded in the similarity attraction paradigm. Similarityattraction theory is premised on the fact "that perceived similarity leads to attraction…individuals will be positively disposed toward others whom they perceive to be more similar" (Osbeck et al., 1997, p.114) . While attitudinal similarity formed the basis of early work on similarity-attraction paradigm; the subsequent conceptualization of the paradigm also embedded the notion of demographic similarity. Demographic similarity refers to the extent to which the demographic attributes such as age, gender, race etc. of an individual depicts similarity with the referent (Riordan & Shore, 1997) . Number of studies in the organizational settings allude to positive outcomes for demographically similar dyads (e.g. Riordan, 2000; Somech, 2003; Milner et al., 2007) such as interpersonal comfort (Allen et al., 2000) , subordinate satisfaction (Liden, Wayne, Global Social Sciences Review (GSSR) & Stilwell, 1993), better subordinate performance evaluations (Varama & Stroh, 2001) and mentoring (Turban et al., 2002) .
In the work settings, gender similarity tends to be one of the notable individual characteristics that serves as a lens for the referent to categorize others at the initial stages of interaction which subsequently forms a basis for a particular relationship with them (Turban et al., 2002) . Graves and Powell (1995) elucidates this effect in the context of job interviews by contending:
"Demographic similarity between the recruiter and applicant on characteristics such as sex leads to perceived similarity in attitudes and values which in turn leads to interpersonal attraction between the recruiter and the applicant. Interpersonal attraction then leads to positive bias in the recruiter's interview conduct" (p. 86).
It is theorized that the supervisor and subordinates in gender similar LMX dyads have a common understanding of role expectations (Bakar, Jian & Fairhurst, 2013) and are in a better perspective to anticipate each other's' behavior (Meglino, et al., 1991) . The predictableness leads to better communication between the two and thus improves the quality of leader-member exchanges (Bauer & Green, 1996) . Therefore it is theorized that supervisors in the same sex LMX dyads are in a better perspective to forge high quality LMX.
An equivocal nature of empirical evidence exists in this context. Findings of a stream of studies discounts such a proposition (e.g. Pelled & Xix, 2000 , Thomas, 2013 Matkin & Barbuto, 2012; Zhang, Wang & Shi, 2012; Epitropaki & Martin, 1999; Bauer & Green, 1995) . Other studies (e.g. Somech, 2003; Vecchio & Brazil, 2007) affirm the relationship between gender similarity and LMX whereby the supervisors developed a positive bias for subordinates with similar gender as theirs in a dyad (Goertzen & Fritz, 2004; Green, Anderson, & Shivers, 1996) . The positive bias resulted in better performance evaluations for those subordinates by their supervisors (Varama & Stroh, 2001) in comparison to the subordinates with dissimilar gender. A study by Milner et al. (2007) in the South African context also alluded to a high quality LMX in gender similar dyads. A study by Soldner (2009) also demonstrated that among the other demographic variables only gender depicted a relationship with LMX. A study by Bhal, Ansari and Aafaqi (2007) in the Malaysian context with a sample of 201 Malaysian employees indicated a significant influence of gender similarity on LMX quality. In consonance with the studies, it is hypothesized:
Hypothesis 1a: Subordinates in the gender similar LMX dyads will report a high quality of LMX in comparison to those in gender dissimilar LMX dyads across sample public and private sector universities of Rawalpindi and Islamabad.
It is further theorized that female subordinates in gender similar dyads would report high quality of LMX as compared to the male subordinates. This proposition is premised on the fact that stereotypically female supervisors owing to their communal behaviors (Van Emmerik, 2006) and transformational leadership (Eagly, 2003) more often build affect based trust among their subordinates (Feingold, 1994) in comparison to male counterparts (Chua et al., 2008) . The effect of this trust is more robust for female subordinates (Tourigny et al., 2017; Berkovich, 2018) than male subordinates. Further it is popularly theorized (Cohen & Huffman, 2007) that women supervisors' act as "change agents" for their female subordinates by supporting their careers It is therefore hypothesized:
Hypothesis 1b: Female subordinates in the gender similar LMX dyads will report a high quality LMX in comparison to male subordinates in gender similar LMX dyads across sample public and private sector universities of Rawalpindi and Islamabad. It is theorized that the affect based trust between a female supervisor and the female subordinate in a dyad would motivate the subordinates to perform OCB (Bolino. et al., 2015; Tourigny et al., 2017 ) as a 'pay back' mechanism to reciprocate the trust of their supervisors. It is therefore hypothesized:
Hypothesis 2: Female subordinates in the gender similar LMX dyads will report high OCB in comparison to male subordinates in gender similar LMX dyads across public and private sector universities of Rawalpindi and Islamabad In the same vein it is posited:
Hypothesis 3: The relationship of LMX with OCB would be moderated by gender similarity
The hypothesis of moderation of gender similarity in a relationship of LMX with OCB is derived from the previous studies (e.g. Soldner, 2009; Estiri at al., 2017; Brownell, 2010; Lo et al. 2006) . While the aspect of gender in a relationship between LMX and OCB has critical implications in the organizational contexts yet meager studies have examined such effects. A study by Wang et al. (2017) contextualized in the Hospitality industry in New Zealand demonstrated a significant moderation of gender in a relationships of LMX with organizational justice and OCB whereby the level of engagement of women in OCB was higher than men. While elucidating their findings, Wang et al. (2017) contended that in the hospitality industry where women experience a 'glass ceiling effect' owing to gender discrimination, their high level of engagement in OCB may be an outcome of the organizational justice which they perceived when they experienced high quality of LMX with their supervisors. As for their male colleagues who did not experience any discrimination per se, the high quality LMX was interpreted by them simply as a positive social que and taken for granted while demonstrating a lower level of OCB in comparison with their female colleagues.
Recent studies, however, have reported a much stronger effect of dissimilar than similar attitudes, which corresponds to the similarity-dissimilarity asymmetry hypothesis (Singh & Ho, 2000; Singh & Tan, 1992; Singh & Teoh, 1999; Smeaton et al., 1989; Tan & Singh, 1995) .
Method Sample and data Collection
The study adopted a quantitative research method with a cross-sectional survey research design. Multistage proportionate stratified random sampling was employed to draw a sample such that the sample represented 50% of the population. At the initial stage seven public as well as seven private universities of Rawalpindi and Islamabad were selected. At the second stage the proportionate stratification of the full time faculty members at the selected universities was carried out such that the sample represented 50% of the male and female faculty members. This yielded a sample of 666 full time faculty members from the selected HEC recognized public sector universities and a sample of 342 full time faculty members from the selected HEC recognized private sector universities of Rawalpindi and Islamabad. The total sample size was estimated to be 1008. A total of 743 questionnaires were returned with a response rate of 73.7%. The sample Public sector universities consisted of 54% males and 46% females. The private sector sample universities consisted of 59% Males and 41% females. Frequencies of the gender similar and dissimilar dyads are elaborated in Table 3 . The frequency of dyadic tenure with the current supervisor is more in the sample public sector universities as compared to private sector universities as depicted in 
Measures
The dependent variable of the study is OCB which was measured through a standardized 12-item OCB scale by MacKenzie et al. (1993) . This explicit selfreport scale gathers information from subordinates (N=743) pertaining to the four dimensions of OCB namely: civic virtue, altruism, sportsmanship, and conscientiousness on a 7-point Likert scale. Out of the 12 items, items 1, 2, 3 measure civic virtue. Items 4, 5, 6 measure Sportsmanship. Items 7, 8, 9 measure Altruism. Items 10, 11, 12 measure Conscientiousness. Sample items include: "I attend functions that are not required but that help the university's image", "I help orient new employees even though it is not required".
The independent variable of the study is LMX which was measured through a 12-Item LMX-MDM (Leader-Member Exchange -Multi Dimensional Measure) developed by Liden and Maslyn (1998) . The questionnaire elicited subordinates' (N=743) self-reports for assessing the quality of their relationship with their supervisor across four facets of LMX-MDM: affect, loyalty, contribution and professional respect using a 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). Sample items include: "I like my supervisor very much as a person"; "My supervisor would come to my defense if I were criticized by others in the university".
The study is based on self-reports from the subordinates because they are in a better perspective to evaluate the quality of their association with their supervisor. Further the nature of this study warrants an elicitation of the subjective experiences of subordinates' engagement in OCB.
Reliability and validity assessment
The Exploratory Factor Analysis for 12 item LMX-MDM resulted in the loading of all items on to a single factor depicting strong inter item correlation. The Exploratory Factor Analysis for 12 item OCB resulted in loading of all items neatly across four factors: civic virtue, altruism, conscientiousness and sportsmanship. 
Results

Gender Similarity and LMX
Hypothesis 1a posited that the subordinates in gender similar LMX dyads would report a high quality of LMX in comparison to those in gender dissimilar LMX dyads. Hypothesis 1b posited that female subordinates in the gender similar LMX dyads will report a high quality of LMX in comparison to male subordinates in gender similar LMX dyads. The result of one way ANOVA for the public and private sector universities is depicted in Table 6 and Table 7 respectively. F (3, 252) =3.77, p=.01) .
The ANOVA results for the public and private sector universities provided partial support for hypotheses 1a and 1b.
Gender Similarity and OCB
Hypothesis 2 posited that Female subordinates in the gender similar LMX dyads will report high OCB in comparison to male subordinates in gender similar LMX dyads across selected public and private sector universities of Rawalpindi and Islamabad. The results of One Way ANOVA for the public and private sector universities is depicted in Table 8 and Table 9 respectively. Note. OCB= organizational Citizenship Behavior, civic =Civic Virtue, sports=Sportsmanship, Altr=Altruism, con=Conscientiousness Table 8 shows the group mean differences on OCB and its subscales among similar and cross-gender dyads for public sector universities. Results show that there are non-significant differences among four types of dyads on OCB and its subscales across both public and private sector universities thereby rejecting hypothesis 2. Note. OCB= organizational Citizenship Behavior, civic =Civic Virtue, sports=Sportsmanship, Altr=Altruism, con=Conscientiousness Table 9 shows the group mean differences on OCB and its subscales among similar and cross-gender dyads for private sector universities. Results show that there are non-significant differences among four types of dyads on OCB and its subscales
Moderating role of Gender Similarity in a relationship of LMX with OCB
Hypothesis 3 postulated that the relationship between LMX and OCB would be moderated by Gender similarity. The effect of LMX on OCB would be higher for female gender similar dyads than male gender similar dyads across the public and private sector universities of Rawalpindi and Islamabad. Simple moderation analysis was used to estimate and test hypotheses about the paths of casual influence from LMX on OCB, through the proposed dichotomous gender dyads variable (0= gender dissimilar dyads, 1=Gender similar dyads). In order to calculate the effect of this simple moderation, the PROCESS macro of Hayes (2013) was used.
Multiple regression analyses were conducted for sample public sector universities to assess each component of the proposed moderation model. The results are presented in Table 10 and figure 1. The results exhibits the association between LMX and OCB (a-path) and the interaction effect of LMX and dichotomous gender dyads on OCB. Table 10 illustrates that LMX exhibited an insignificant effect on OCB (β = .002, t (483) = -.051, p = .960). Gender similarity exhibited a significant effect on OCB (β = -9.30, t (483) = -3.02, p = .003). The interaction effect of LMX and gender similarity was significant (β = .147, t (483) = 3.08, 2= .003).
Global Social Sciences Review (GSSR)
The overall model was significant F (3,483) = 8.16, p=.00, R 2 =.22. Under the condition of the significance of gender similar dyads (t=.00). This model significantly explained 22% of the variance in OCB. The resultant slope of the moderation analysis is exhibited in Fig 1. 
Figure 1: Public Sector Universities
Multiple regression analyses were conducted for sample private sector universities to assess each component of the proposed moderation model. The results are presented in Table 11 and figure 2. The results exhibits the association between LMX and OCB (a-path) and the interaction effect of LMX and dichotomous gender dyads on OCB.
The overall model was insignificant F (3,252) = 4.00 p=.008, R 2 =.21. Under the condition of the significance of gender similar dyads (p=.00) his model significantly explained 21% of the variance in OCB. The resultant slope of the moderation analysis is exhibited in Fig 2  Table 11 illustrates that LMX exhibited an insignificant effect on OCB (β = .084, t (252) = 1.36, p = .174). Gender similarity exhibited an insignificant effect on OCB (β = -5.51, t (252) = -1.04, p = .298). The interaction effect of LMX and gender similarity was insignificant (β = .087, t (252) = 1.06, p= .288). 
Discussion
The current study adopted a gender focus in analyzing the relationship between LMX and OCB primarily owing to the fact that gender is a pertinent factor that has the propensity to render influence on social processes within the organizational contexts (Wayne et al., 1994) . The current study contextualized in the higher education sector of Pakistan is anchored in the similarity-attraction paradigm which provided a reference for theorizing the relationship of gender similarity in relation to LMX and OCB. Therefore while the study sought to contribute to the knowledge base pertaining to the similarity attraction paradigm, it also aimed at elucidating the mechanism through which LMX predicts OCB. Hypothesis 1a posited that the subordinates in gender similar LMX dyads would report a high quality of LMX in comparison to those in gender dissimilar LMX dyads. Hypothesis 1b posited that female subordinates in the gender similar LMX dyads will report a high quality LMX in comparison to male subordinates in gender similar LMX dyads. The results demonstrated that in the sample public sector universities, female gender similar LMX dyads reported a high quality of LMX not only in comparison with their male counterpart but also with both male and female gender dissimilar dyads. Interestingly for the sample private sector universities, contrary to our hypothesis male gender similar LMX dyads reported a high quality of LMX not only in comparison with their counterpart female gender similar dyads but also with both male and female gender dissimilar dyads.
The equivocal findings yielded by the study with reference to hypothesis 1a, 1b are also supported by the literature (Thomas, 2013; Lo et al., 2009) . The findings, equivocal as they may be, yet brings forth a pattern of gender oriented differential treatment by the supervisors towards their subordinates across the selected public and private sector universities of Rawalpindi and Islamabad. While the finding of high quality LMX reported by male subordinates in gender similar dyads in male dominated private universities lend support to hypothesis 1a; it also alludes to a 'boys club' with a tendency towards gender differential treatment. In the similar vein while the high quality LMX reported by female subordinates in gender similar dyads in male dominated sample public universities lend support to hypothesis 1a and 1b, it also alludes to a female support network whereby female supervisors developed an trusting relationship with female subordinates. More studies are warranted to elucidate the nature of relationships among both the male and female gender similar dyads across the private and public sector sample universities.
In the sample public sector universities within the female gender similar dyads, 68.8% female faculty reported a dyadic tenure that ranged from 1-5 years with the current female supervisor while 31.1% reported a dyadic tenure that ranged from 6-10 years with the current female supervisor. In the sample private sector universities within the female gender similar dyads, 82.6% female faculty reported a dyadic tenure that ranged from 1-5 years with the current female supervisor while 17.3% reported a dyadic tenure that ranged from 6-10 years with the current female supervisor. It may well be possible that female subordinates in gender similar dyads in the sample private universities had a relatively short dyadic tenure with their supervisors in comparison to those in the public sector sample. As a consequence the affect based trust between the female supervisor and female subordinates in LMX dyads at the private sector universities may not have been adequately developed to a point where it manifested as OCB. Trust develops over a period of time (Harrison et al., 1998) before its effects transpires at the organizational level. The finding that the female subordinates in gender similar dyads in private sector did not report high quality of LMX in sample private sector universities may be explained by the social identity theory (Gaertner & Dovidio, 2008) . As per the theory, the female supervisors owing to their numerical minority may have identified themselves with the male majority for maintaining their positive identity. By doing so they may have enacted a leadership role nonstereotypically in an agentic manner like their male colleagues. The female subordinates consequently could not identify themselves with such supervisors and hence the trusting LMX relationship could not have forged which could subsequently motivate them to engage in OCB.
The current study failed to provide support for hypothesis 2 that female subordinates in gender similar LMX dyads will report high OCB in comparison to their counterparts across the sample public and private universities. This is evident from the fact that no mean differences were found in the OCBs of both the male and female gender similar dyads. Therefore the study rejects the hypothesis 2. While the finding is in conformity with a study by Thomas (2013) in the US context it however contrasted with a s study by Tourigny et al. (2017) in the context of Chinese manufacturing industry where gender similarity in female LMX dyads predicted OCB. Findings of the present study also contrasted with a study by Farrel and Finkelstein (2007) .
The study reported mixed findings for hypothesis 3 which posited a moderation effect of gender similarity in a relationship between LMX and OCB. While the study reported a significant moderation effect of gender similarity in in the sample public sector universities, it however alluded to an insignificant moderation effect of gender similarity for the sample private sector universities thereby discounting the similarity effect of gender of both the supervisor and the subordinates in intervening the effect of LMX on OCB. This finding is consistent with studies conducted elsewhere (e.g. Soldner, 2009; Estiri at al., 2017; Brownell, 2010) .
As the study contributed findings to the relevant knowledge base, in due process it also made a practical contribution by validating the psychometric properties of the scales used in the study. While this was warranted to ascertain the relevance of scales in Pakistani context, yet it was also carried out in response to the evoked urge (Liden & Maslyn, 1998) for ascertaining the generalizability of the construct across various contexts. A pertinent finding by the current study in this regard was the validation of unidimensionality of LMX-MDM rather than the multidimensionality as initially conceptualized by Liden and Maslyn (1998) . This finding corroborate with that of other studies (e.g. Joseph, Newman & Sin, 2011; Scherbaum et al. 2006) whereby the factor analysis resulted in the loading of all four facets of LMX-MDM onto a single factor, thereby suggesting strong item correlation.
The findings of the study must be interpreted by taking into consideration the limitations of the research. The current study employs a cross-sectional design and therefore imbibes the limitations that are inherent in cross-sectional designs. It is suggested that for conclusive findings longitudinal study designs must be employed for examining the interactive effect of gender in influencing the quality LMX and its subsequent effect in engagement of OCB. While the subordinate selfreports form the basis of present research; it would be worthwhile to incorporate the perceptions of the immediate supervisors as well for more conclusive findings.
